The study sought to determine the influence of gender, Teachers Service Commission (TSC) adherence to career progression policy guidelines and tutors' exposure to professional development on career progression of tutors in primary teachers training colleges in Kenya. This study was a descriptive survey with 264 tutors randomly sampled from eight Public Primary Teacher Training Colleges. Out of the 264 sampled, 207 tutors returned the questionnaires for analysis. Data was collected using a questionnaire for tutors, interview schedule for Principals and TSC officers. One way Chi-square and linear regression analysis (at α = 0.05 level of significance) were used to test the relationship between each variable and tutors career progression. The study found that gender was not significantly related to tutors' career progression. Further analysis revealed that exposure to professional development influenced tutors career progression positively. The study concluded that tutors' gender did not have any significant relationship with career progression.
Introduction
Career progression affects all facets of organization lives.
Both employees and employers often view career progression in different dimensions. While employees see career growth prospects as a chance to find motivation in their work place and increase their financial security (Okurame, 2012 ) employers see it as a source of resource strain and employee competitive process (Hall, 1996) . Whichever way it is looked at, career progression is an essential source of motivation to workers as moving up an organization hierarchy through promotion. It increases an employee's motivation to have a strong involvement in organization and career activities (Lunenberg, 2011 , Ballout, 2009 , Mello, 2006 , Smollin, 2011 ; O'Reilly & Chatman 1986). Research shows that increased career prospects is accompanied by job effectiveness (CIPD 2006) , reduced absenteeism (Okurame 2014 ), willingness to remain in the organization (Weer, 2009 and Mugo 2010 ) and reduced unrests (Meyer & Allen, 1984 , Okurame 2012 . Kenya is one of the developing countries that put education in the forefront in order to achieve development goals. According to Teachers Service Commission (2009), tutors especially those teaching in colleges are discouraged due to low remuneration and stagnation in one job group. This is despite the fact that college tutors form a broad back bone of education system without which the teaching force especially in primary schools would be wanting (Rivkin et al, 2000 , Uwezo, 2011 . Tutors are therefore an important resource in teaching/learning process and their career progression therefore requires critical consideration. This stagnation according to Charamie, Sturman and Walsh (2007) may cause dissatisfaction which may lead to reduction of productivity in the work place, decrease in organizational commitment and even worse leaving for greener pastures.
Given the importance of career progression, it is surprising that few studies have attempted to examine the role of gender and professional development in shaping career progression of PTTC tutors in Kenya (Zinn, 1997 
Purpose of Study
The purpose of this study was to explore the lived experiences and perceptions of all 756 tutors in Public Primary Teacher Training Colleges in Kenya, to better understand the factors they perceived to be contributors or barriers to their career progression.
Objectives of the Study
The study used three broad objectives: i. To determine the influence of tutors' gender on tutors career progression in primary Teachers Training Colleges ii. To establish the impact of exposing tutors to professional development on career progression of tutors in primary teachers' training colleges in Kenya iii. To establish the relationship between TSC adherence to policy guidelines and tutors career progression
Method
The study targeted all the18 Primary Teacher Training Colleges (PTTCs) and 756 tutors at the time of study. There are 21 public primary teacher training colleges in the republic but at the time of the study, there were 18 Primary Teachers' Training Colleges (PTTCs) that had presented candidates for Primary Teacher Education examinations. A sample of 264 participants determined statistically using a combination of stratified sampling and simple random sampling was used. To get the total number of tutors to be included in the study, Yamane formula (Trochim, 2009 ) was used. This formula was most appropriate to this study since the population was below 1500. Data was collected through a questionnaire for tutors containing measures of demographic information and career progression factors and interview schedule for principals and TSC officials Validity was ensured through a pretest in one college. Reliability was measured using Spearman Rank correlation Coefficient which stood at 0.725. Quantitative data was analysed using regression analysis, Chi-square and ANOVA. Qualitative data was analysed by using Miles & Haberman (1994) guide.
Literature Review
Achieving gender equality at all levels is a growing concern among both developing and developed countries. Researchers like (Gallos, 1989 Hiring and promotion policy should be clearly stated in every organization so that workers know the correct path to follow (Lacey, 2001 , Armstrong, 2009 and Okurame 2012 . According to these researchers policies should be put in place to deliberately train managers for the future. , graduate teacher enters teaching profession under TSC in Kenya at job group K. After three years, the teacher is automatically promoted to job group L. For the teacher to move to the next job group up to job group R the highest in teaching profession in Kenya, he/she must have served in the current job group for a minimum of three years and passed an interview conducted by TSC. Job group M is the start of administrative positions with TSC. However according to Republic of Kenya (2012), TSC promotes tutors on the basis of availability of funds, meaning a tutor can remain in one job group especially lower job groups for more than three years.
With increasing emphasis on accountability, it is important that teachers are not just equipped as they enter teaching but continually develop their career (Hughes, 1991). Government of Kenya (2005) 
Results
Out of a total of 264 tutors who were given questionnaires, a total of 207 successfully completed and returned; translating to a response rate of 78.4 per cent. This was favourable according to Mugenda and Mugenda (2003) in which they assert that a 50 % response rate is adequate, 60 % response rate is good and above 70 % response rate is very good.
Gender and Career Progression
Tutors respondents by gender were almost evenly distributed with 52.2 % male and 47.8 % female. This again contradicted Lacey (2004) , who concluded that in many institutions of learning in many countries there are more female tutors than male tutors. More than half of sampled representing female tutors (78%) who responded to the questionnaire said that family ties do not influence to a large extent the upward movement of tutors in colleges.
Further analyses indicated that there were three male Deans sampled compared to two female Deans in the sample. Comparatively, out of the sixteen Principals interviewed, only six were female Principals. A further analysis showed that there were twelve men Heads of Department (HODs) and twenty eight men Heads of Subject (HOSs) compared to fifteen women HODs and nineteen women HOS. This comparatively showed no preference on any gender of tutors in PTTCs.
H 01 : There is no significant relationship between tutors gender and their career progression.
To test if gender has influence on tutor's career progression, a Chi -square test for association was applied on the variables and results summarized in Table 1 . Chi -square for association between tutors gender and their career progression is insignificant (X 2 = 37.04, df = 35, p > 0.05). The observed distribution of data compared to the expected distribution based on the null hypothesis indicates lack of existence of significant differences. The study accepted the null hypothesis and conclusion made that gender did not have influence on career progression of tutors in PTTCs. However, Cramer's V was equal to 0.426 which shows a moderate relationship between gender and career progression of tutors in PTTCs. This means that no preference is given to a particular gender since gender representation is even. This was a surprising result as ordinarily one would expect that there is gender difference in career progression of tutors especially young nursing mother tutors.
Other authors (Gallos, 1989; Hakim, 2006) Burke (2007) for example argues that women are stereotyped to take care of the family and hence cannot progress in their career as fast as their male counter parts. The following second objective of this study investigated the existence of any significant relationship between stipulated policy guidelines and their career progression.
Stipulated Policy Guidelines and Tutors' Career Progression
More than three quarters of the tutors sampled revealed that TSC was strictly following the stipulated guidelines. A majority of these (57%) felt that there is need to do more on career progression policy especially the interview process. Stringent measures should be applied to seal loop holes that may facilitate corruption during promotions.
It was also found that many tutors are promoted and retained without specific assignments posed a great threat to junior officers who don't have such job groups but have internal appointments on acting capacity responsibilities. Efforts therefore could be established to ensure that those in acting capacity are in the collect job group to reduce discontent.
H 02 : There is no significant relationship between perceived TSC adherence to stipulated policy guidelines and tutors career progression.
The second hypothesis focused on identifying whether a relationship existed between TSC adherence to stipulated policy guidelines and tutors career progression. Linear regression analysis was used to test the relationship between adherence to set policy guidelines by TSC and tutors career progression. The results show adjusted R 2 of .56 which shows that only 57% of variance in tutor's career progression in PTTCs accounted for by TSC adherence to stipulated policy guidelines. TSC adherence to stipulated guidelines (ß = .753, t = 16.4, p = 0.00) were statistically significant. The study concluded that adherence to set policy guidelines by TSC positively influences tutors career progression. 
Exposure to Professional Development and Career Progression of Tutors
Fifty one percent of tutors agreed that there was good professional development exposure of tutors teaching in Primary Teacher Training Colleges in Kenya. The study also revealed that 42 % of the tutors sampled have not attended any in-service course since joining college. This is very worrying since teacher training requires constant refreshing of skills so that colleges train primary teachers responsive to the dynamic and changing society. Besides, the study revealed that few tutors (5%) are specifically trained to teach in PTTCs at the University. This confirms findings by Thuranira (2010) on the need for In -service training of teacher trainers.
H 03 : There is no significant relationship between tutors' exposure to professional development and their career progression. The third and the last hypothesis sought to find out existence of significant relationship between tutors' exposure to professional development and their career progression. The results of the analysis summarized in table, show R -Value of .576 with an adjusted R square of .329 an indication that 32.9% of career progression is accounted for by tutors' exposure to professional development programs. F -Value (101.686) was found to be significant at 0.000 (p < .05) showed effect of tutors' exposure to professional development on their career progression. Tutors' exposure to professional development (ß = .77, t = 8.4, p < 0.05) is statistically significant. Based on this data the researcher rejected the null hypothesis and concluded that there was a significant relationship between the career progression of tutors and their exposure to professional development programs.
Discussions
The study revealed that gender in PTTCs is evenly distributed with 52.2% being male and 47.8% comprising female tutors. This could possibly imply that many colleges are accessible therefore attracting both gender in equal measure. Promotion trend is expected not to show gender differences since both gender have equal opportunities.
Tutors gender test on career progression produced no differences with Chi -square test. Cramer's V -value (0.426) showed weak relationship between tutors gender and career progression. This implied that there was no significant relationship between tutors gender and their career progression. Majority of policy documents on education and gender recommends entrenching gender and plans to ensure parity (Constitution of Kenya, 2010; UNESCO report, 2004; ILO, 2004 and World Bank report, 2006). This effort in reducing gender gap seems to be bearing fruit in PTTCs in Kenya since its evident that more women are in leadership positions and in fact in key positions of Chief Executives (Principals) of the colleges. The study found that out of the 16 colleges sampled only 8 were women Principals and out of the five sampled Deans, three were men and two were female Deans. This was a clear indication that no gender was preferred when TSC was promoting its staff and that the third representation outlined in the constitution of Kenya is met. This finding was in inconsistent with what Mwamwenda (2004) found in South Africa that women did not go for leadership position even after salary increase since they were not satisfied with promotion process. Complexities of making choices of career and managing home were cited by female tutors who said that men are more mobile. This also did not agree with Kegonda (2010) who found that although promotion were open for all, most (69 %) of district officers and head teachers in Uganda were male which could be a possible cause of delayed career progression among female tutors, especially for young mothers who prefer taking care of the young ones in Uganda. This also contradicted findings by Wanjama (2002) and Mwangi (2011) in Kenya, who found that women teachers have conflicts between career and household responsibilities hindering their career advancement. PTTCs in Kenya seems to be going away from the traditional gender stereotype that female teachers are confronted with challenges such as socialization, gender roles and discrimination in the work place.
The study established that there is an effect on career progression by tutors' exposure to professional development programs. This implies successful implementation of tutor professional development to is influencing tutors career progression. However, it is worth noting that variation of responses for tutor professional development is rather high. This variation possibly arises because tutors as employees naturally judge financial management according to how the managers respond to their individual and departmental demands for funding rather than how scarce resources are used to meet prioritized goals in tutor professional INSET who said that the skills learnt helped the syllabus coverage. The certificate issued in these training also was recognized by TSC.
Tutors need to have opportunities to update their subject knowledge and teaching skills throughout their career. They need to have opportunities to exchange ideas and best practice with other tutors in the profession for optimum class performance. In so doing, they increase their accountability for their success in sustaining and raising achievement levels of their students. This in the long run increase tutors chances of career progression. Responding to the question "has professional development helped you to progress in your career?" tutors had varied responses; 3 % of the respondents said that professional developments could help them to have intrinsic value. Another group (15%) felt that professional development help them to progress in their career starting from the classroom. Only 82% said that professional development help them to progress in their career. The figures show the importance of professional development to career progression of tutors. These findings were consistent with finding by Hughes (1991) who pointed the need for professional development of tutors for career performance.
The relationship between TSC adherence to stipulated policy guidelines and tutors' career progression produced a strong positive relationship. The study indicated that overall, PTTCs and TSC are adhering to stipulated policy guidelines. From the interviews, the research found that though there is no college currently doing succession planning, there is need to involve principals more in the appointment of tutors from within. Hall (1996) found that the purpose of human resource management in schools is to get the best from teachers in order to achieve schools strategic goals in an effort to improve opportunities. She argued that this autonomy gives schools the freedom to choose the value system of the school. This value system should be supportive of individual teachers' career progression and established institutional progression plan. The study acknowledges that TSC has put effort in the implementation of career policies in PTTCs. It is clear that the changes which have been made by TSC to promote on the basis of where the vacancy arises has been critical in removing previous inequalities emanating from few vacancies in colleges.
Conclusions and Recommendations
The findings of this study are of particular importance to organizations especially in Public Teacher Training Colleges (PTTCs) in Kenya. The study concluded that tutors' gender did not have any significant relationship with career progression.
However, exposure to professional development and adherence to policy guidelines by TSC influenced career progression positively, which is positive result for this study.
Kenya's effort of ensuring increased opportunities for secondary school leavers through pre-service training in PTTCs has been largely a success. However, its effort in enhancing career mobility of college tutors has scored very poorly. In particular, there has been increase in gender equality of tutors for good performance and further studies. However, the promotion opportunities remain very low due to scarcity of funds and appointive positions in PTTCs. The researcher recommends that promotion policies in PTTCs be flexed so that certain vacancies are created and reserved for tutors teaching in PTTCs. An example of such position is TSC substantive examinations officer, Assistant Deans, (Head of Department (HOD) performance contract, Examinations officer and others that will increase chances for career growth for the tutors.
Based on the findings, the study recommends that TSC should conduct a base line survey to establish the needs of tutors in terms of;  TSC policy on interview  Posting of tutors who have high job groups and have failed in administrative duties elsewhere  Stagnation of tutors in job group L and M Finally, feedback from TSC featured heavily in the responses especially after the interview. After the stress that the tutors undergo in the preparation for an interview with TSC, it is only fair that they receive honest opinions from the interview so that they are more equipped in future. The study therefore recommends that TSC should develop a system of communicating results of the interview so as to make unsuccessful applicants more confident to apply advertised position in future.
Suggestions for Further Research
The study suggests the following recommendations for further research;
This study could be replicated elsewhere including other tertially institutions or Universities to verify its findings.
The relationship between career progression and turnover of tutors has not been examined in this study. It is proposed that qualitative or quantitative study that examines how closely career progression and tutor turnover are may be done.
There is need for another study to be conducted to establish the needs of tutors in relation to information disseminated to tutors necessary to promote tutor satisfaction through career progression.
